Introduction
More and more research fi ndings indicate that employee engagement is one of the factors deciding on the competitive advantage. There is a positive relationship between employee engagement and the effi ciency of their work and improvement of the company's results (MacLeod & Clarke, 2013) .
However, the reports on the status of employee engagement in Poland present completely different view of this issue, which suggests that the employers approach the topic sceptically as if they did not notice the benefi ts from the behaviour of the employees which lead straight to business results. According to the Aon Hewitt's report on employee engagement, its level in Poland in 2017 was low, 52% of Polish employees did not feel engaged in the work they performed so thus the level of employee engagement in Poland in 2017 was only 48%. For a comparison, in Europe the same indicator was 62% and globally 63%. The difference between Poland and European countries was 14%. This is a large discrepancy considering the fact that this indicator increased in Europe in 2017 by Vol. 22 
ANNA WÓJCIK-KARPACZ
4% comparing with 2016 (from 58% to 62%). For example, in 2016 there were 51% engaged employees in Poland, while in 2015 there were 52%. When the engagement in Europe increases, in Poland it drops dramatically. Last year's researches are alarming because they show that it is the largest known disparity in history (Aon Hewitt, 2018) .
Work engagement has also become a prevalent topic among management researches in recent years. However, there is a lack of knowledge on the level of work engagement in specifi c companies. Thus, the aim of this article is to exemplify the results of researches on the level of work engagement in the company operating in the IT sector. The decisive argument on the choice of the company was the largest employee engagement factor noted in the IT sector.
The project was founded by The National Science Centre in Poland allocated on the basis of a decision DEC-2014/15/B/HS4/04326.
The meaning and defi nition of work engagement
Work engagement differs conceptually from related constructs such as job embeddedness, workaholism, job satisfaction, or organizational commitment (Halbesleben, Wheeler, 2008 Therefore, before measuring work engagement, it is worthy to answer the question what work engagement is. An interesting approach is presented by Schaufeli and his colleagues, who defi ne work engagement as "a positive, fulfi lling, work-related state of mind that is characterized by vigour, dedication, and absorption" (Schaufeli, et al., 2002, p. 74) . The three dimensions of work engagement mentioned in this defi nition are described as follows:   vigour -high level of energy and mental resilience while working, the willingness to invest one's effort in the work,   dedication -being strongly involved in one's work, experiencing a sense of signifi cance, enthusiasm, inspiration, pride and challenge,   absorption -being fully focused and happily engrossed in one's work, whereby time passes quickly and one has diffi culties with detaching oneself from the work (Schaufeli, et al., 2006, pp. 701-716) . This is one of the most quoted and probably even the most popular conceptualization of work engagement (Fearon, et al, 2013, pp. 244-256) . In this approach vigour, dedication and absorption are three different components of work engagement, namely physical, emotional and cognitive. According to this defi nition, work engagement can be perceived in the scope, in which the workers Vol. 22, No. 2
The research on work engagement: theoretical aspects and the results of researches in the company operating in the IT sector are physically, emotionally cognitively related to its roles at work. Thus, this understanding of work engagement was accepted in the empirical approach, which results were presented in further parts of this article. Work engagement is mainly expressed in in the employee behaviours such as the effort in work. Having in mind, that a physical component of work engagement such as vigour and its higher levels suggests an increased readiness to dedicate more effort into work without easily being tired and developing the tendency to remain persistent despite diffi cult tasks and failures (Chughtai & Buckley, 2009, pp. 574-589) .
Commitment is an emotional component of work engagement and it is often considered as putting one's own heart into work (Schaufeli et al., 2002, pp. 71-92 (Schaufeli et al., 2002, pp. 71-92) . In this approach the engagement is connected to an enthusiastic attitude to duties, but for involved employees their work is something worthwhile, important, meaningful to achieve the goals. In this approach to engagement the attention is paid to its psychological aspects. It may be assumed that the described psychological state of engagement will be a state contributing to perform entrusted task in a precise and effective way.
Work engagement is described as an ability to learn who we are in our roles. It is a feeling one may experience while working. Thus, work engagement refers to voluntary behavioural aspects of work (Wójcik-Karpacz, 2017, pp. 207-220). From a methodical point of view, the most accurate defi nition of engagement of employees is to defi ne it as a state, which is pointed out by many researchers. Among them are W. Schaufeli and others from Utrecht University, who claim that engagement should be defi ned and measured as a separate, relatively permanent state of affective and cognitive character, Vol. 22, No. 2 ANNA WÓJCIK-KARPACZ which does not focus on a specifi c object, occurrence, person or behaviour (Schaufeli et al., 2002, pp. 71-92) .
This approach helps to control the management of engagement through watching the cause and effect relationships. The management of engagement of employees is very important because the engaged employees show the range of behaviours, which directly lead to positive business results. Therefore, it is crucial to educate the managerial stuff, also line managers, how to recognize an engaged employee. In table 1 some characteristics were presented which help the managers to distinguish engaged employees from non-engaged ones. Engaged employees try to move their work forward and they put their energy into it (Schaufeli, Bakker, 2004, pp. 293-315) . Individual-level energy to "a type of positive affective arousal, which people can experience as emotion short responses to specifi c events or mood longer lasting affective states that need not be a response to specifi c events" (Cole, et al., 2012, pp. 445-467 (Demerouti, et al., 2001 , pp. 499-512). When employees are engaged, they fully inhabit their job roles, instead of just working. They are very present in doing their work (Kahn, 1992 , pp. 321-349). According to W. H. Macey and his colleagues, engaged employees behave in more persistent ways, respond proactively to emerging threats and challenges, expand their roles at work, and adapt more readily to change (Macey, et al., 2009, pp. 1-25) .
According to B. L. Rich, J. A. Lepine, E. R. Crawford (2010), when employees are engaged, they experience their work as something to which they really want to devote time and vigorous effort; as a signifi cant and meaningful pursuit to which they feel genuinely dedicated; and as suffi ciently absorbing to concentrate their full attention. Engaged employees harness themselves to what they are doing by fully investing their heads, hearts, and hands in performing their role (Rich, et al., 2010, pp. 617-635) .
Apart from that Halbesleben and Wheeler assume that engaged employees are energetic and enthusiastic in their work, which leads to a better work performance comparing to non-engaged employees and they put more effort into work than it is formally expected (Halbesleben, Wheeler, 2008, pp. 242-256) .
Engaged employees may perform their work more effectively -having the same supplies they can achieve much better results or they can have the same results using less supplies (Dromey, 2014) .
Individual employee behaviours determine an organization's collective success over time. Performance is the sum of what every employee does every day across the organization. As a result, work engagement is one of the key predictors of an organization's performance, fi nancial and otherwise (Heskett, 2012) .
To sum up, an engaged employee is the one who concentrates on his or her work, has an enthusiastic approach to it and realizes or exceeds the business goals set for him working in the interest of the company. Moreover, an engaged employee generates the cycle of positive feedback on their positive attitude and high level of activeness (Bakker, 2009, pp. 50-72 The research on employee engagement is to certain extend the measurement of results of activities undertaken by the whole managerial staff. Therefore, the decrease/increase of the level of employee engagement partly reveals decrease/increase of caring by employees for their work environment, as well as, the comfort of work of employees. The change in the behaviour of employers in order to build a stable employee engagement requires on-going monitoring the opinions of employed persons and building the engagement all the time.
It may even be assumed that without research and subjective analysis of opinions of employees it is not possible to manage the employees successfully. Some of the problems related to the ability to maintain a relatively high level of employee engagement by managers is visible only from the perspective of nonmanagerial employees (in other words, staff members), who perform every day the tasks entrusted to them by their supervisors (manager employees). Nonmanagerial employees are the group, which understands the specifi city of the work place and is capable of creating solutions that can be successfully introduced and are embedded in reality. Therefore, the information provided in the surveys on opinion of the staff members of different level in the company hierarchy can be the only chance to discover them by the managerial staff.
The questionnaires for the staff members, which help the managerial staff to know the feelings and views of employees are used for the in practice. However, the study on work engagement should be distinguished from the factors which determine it. These are separate problems, which can be realized simultaneously. Thanks to the knowledge on the factors affecting the level of engagement, it is possible to conduct the researches aiming to assess these factors. If any of these factors will be assessed low, it becomes a space for an improvement. This way, the level of work engagement is not de facto measured, but the level of conditions which may help its increase. It is assumed that in these companies, where there are conditions for employee engagement, its level is higher. However, these issues are not the topic of considerations at this moment.
In this part of the article, scientifi c researches are concentrated on determining usefulness of systematic measurements of work engagement level for a selected group if employees (see  in the case of simultaneous examination on work engagement and its determinants there is a possibility of reacting of staff members on work environment through suggesting their own solutions to the problems in their work place or in the whole company (improving career paths, trainings or the forms of organising time of working),  the satisfaction of the staff members because of their involvement in the decision-making process,  feedback in the relations employee-supervisor,  the feeling of staff members that they work in a company where they achieve their own goal,  the possibility of anonymous reporting of problems by nonmanagerial employees, who want to share the feelings and information which disclosure may result in termination of employment. 
ANNA WÓJCIK-KARPACZ
Examining the opinions of nonmanagerial employees allows to determine the indicator of work engagement in different groups and answer the question about the placement of the company in its branch. Quite often the research on the level of work engagement is also connected to the assessments of motivators in order to identify which ones have the largest impact on the work engagement indicator. Then, the results of the research will show the order and scope of the activities of manager, so that they can quite quickly adapt workplaces for the needs of employees and at the same time improve business results. However, many of them make a mistake not noticing negative consequences of low work engagement, which precede the decrease of the company results (Macnar, 2017) . Therefore, the opinions of the employees can be valuable and needed source of knowledge in the process of making decisions and working on solutions, which will be the answer to their expectations. Moreover, well-conducted and properly used researches are helpful not only for the managerial staff, but for staff members themselves. Their participation in the surveys gives them the feeling of being needed in the company and gives them the real sense that they have an impact of its fate.
The employees have the possibility to improve their own workplaces. Creating a good image of the company is done with their participation. Making employees aware of mutual benefi ts allows to conduct reliable research which will have a real impact on functioning of the company. The employees will be more involved in the duties and good practices in the context of employeesupervisor relation in a friendly work environment and work comfort. Thanks to better procedures and motivated staff members, it will bring better results for the company.
Therefore, the starting point for the activities of managers should be a reliable diagnosis of the existing situation which will allow to identify the level of work engagement. The base for the diagnosis of work engagement are the results of regular research on the opinion of employees with an appropriate frequency, complexity and the level of customization.
The diagnosis of the level of work engagement in a company operating in the IT sector
The characteristic of the company Examining the level of work engagement should be conducted in an IT company employing in 2017 almost 900 persons, with 17 years of work experience in providing software in the projects using various platforms, data bases and tools. Vol. 22 
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Since 2007 the company has been Certifi ed Microsoft Partner, which proves its professionalism and the quality of its service. The company creates custom software i.e. it specializes in creating high quality of innovative solutions for business problems with the use of modern technologies. Apart from that, it offers interactive visualization with virtual, expanded and mixed reality and 3D in real time. To fully meet the expectations of the clients it goes beyond of simple defi ning of requirements. It uses its experience, technical knowledge, innovativeness and creativeness so that the clients receive the software fulfi lling their requirements. To ensure stability and effi ciency of software, after its implementation, the clients are able to use service and technical support. The companies which operate in different work sectors all over the world are the clients of this company. The company implements activities improving processes, systems and tools through internal project teams engaging supervisors and employees in creating and implementing new solutions. The managerial staff in the company is confi rmed that the best ideas and innovative solutions are created in a friendly atmosphere, in the teams full of passion and engagement. Therefore, the work conditions are created to foster creative thinking and strengthen the relations among the employees. There is a technological park in the company, where apart from the offi ces, there is a library, kindergarten for the children of employees and so called, fun rooms -the places for relax and entertainment, a modern complex including a spa, gym and restaurant with Mediterranean menu. Moreover, there is a unit in the company which coordinates the activities connected with supporting competences and building experts' teams, who using their knowledge and experience share with others. During regular meetings with project leaders, the team members of the teams propose their training needs and they describe roles, they would like to perform in the future. Thanks to this unit, team members can participate in the technical and managerial trainings, also the ones which develop interpersonal skills or team work or they can confi rm their skills with certifi cates. Apart from that, there are activities implemented which improve processes, systems and tools through internal project teams engaging supervisors and employees into creating and implementing new solutions. They are conditioning the way of performing of everyday tasks, as well as, they have an impact on the decisions concerning the whole organization.
Measurement of work engagement and its results
To fi nd a proper form of examining work engagement was a very important issue. An on-line survey was used and the employees were invited to fi ll it in Vol. 22, No. 2
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via their e-mails. Considering the fact that on-line survey is a technique which helps the researchers to have an easier organization of the research, quicker collection of the data and lower costs and it gives for the respondents comport and anonymity. Anonymity was the reason for reliability of the respondents' answers. Thanks to anonymity, it was possible to have not only positive answers, because they appear as people are afraid of punishment or they hope for the reward.
The research was preceded with a proper introduction of its aim to the employees. They were informed about reasons, why it was conducted and about expected effects. The staff was also informed about high rank and usefulness of such analysis. Another step was to prepare the employees for the research process, explaining its aim and the impact on the future functioning of the company. During the explanation of the aims the employees were introduced with the questions the managerial staff wanted to receive the answer to. It was really important, to underline that there were mutual benefi ts from honest answers in the questionnaires and mutual losses if they were disdained. Collecting data with on-line method took 1 month. All the employees of the company received via their email the invitation to fi ll in the questionnaire. Each code could be used only once. For persons who did not fi ll in the questionnaire, at least two reminders were sent. Finally, 509 questionnaires were fi lled in.
The research was fi nished with a report. The full version of the report was presented to the company within a few days and it was published in the source which is available for the employees. The comments of employees were analysed with the idea to implement them, and the results of the research were to be the reason to implement specifi c actions. The measurement tool was suitable for the needs of the company, the managers were prepared for any kind of feedback. The managers of every organizational unit received the report from the research on engagement in order to present their own opinions about the possible reasons for the research results. Another step was to present most crucial issues on the board of teams, and then to confront the opinions of the teams with own ones.
Work engagement was measured with a 9-item scale, a shortened version of the original 17-item Utrecht Work Engagement Scale (UWES), which has excellent psychometric properties and provides a good indicator of work engagement , pp. 701-716). There is more and more evidence that Utrecht Work Engagement Scale (UWES) measures vigour, dedication and absorption as three aspects of engagement (Hakanen, et al., 2006, pp. 47-74) . The assessment of engagement into work done by employees was conducted basing on the mentioned before tool translated with the forward-back translation method. Vol. 22, No. 2
The research on work engagement: theoretical aspects and the results of researches in the company operating in the IT sector Statistical analyses were conducted in the SPSS program. First, the reliability of the research questionnaire was assessed using alfa Cronbach measurement which level was 0,932, which is quite high result showing high coherence of its issues and therefore high reliability. Consequently, the questionnaire which was used at the survey allowed an honest assessment of the level of work engagement.
The next stage was to analyse mean levels and standard deviations of individual issues. For the needs of the analyses, because of a big number of answers, they were averaged within individual items of a measurement tool. Table 3 provides the descriptive statistics (i.e., means and standard deviations) of the scales used. Items had to be answered on a 7-point Likert scale ranging from 0 (strongly disagree) to 6 (strongly agree).   generally, in every dimension of work engagement, the answers were exceeding the mid-point of the scale (4,0), which means a high level of work engagement, however is does not mean there is no possibility to increase it,   standard deviations showing the diversity of employees' opinions oscillate around +/-from 1,29 to 1,37 which means that the diversity of the answers among the respondents is relatively small. Generally, work engagement in all dimensions was high. The evidence of it were high levels in every dimensions of work engagement. On average, the level Vol. 22, No. 2 ANNA WÓJCIK-KARPACZ of vigour was 4,89 points. This level deviated from the average level of +/-1,34 points. The level of this indicator shows that the employees were happy and energetic while performing their work. In the relation to the second dimensiondedication, an average level was slightly higher than two others and it measured 5,32 points. This level deviated from the average level of +/-1,29 points. The level of this indicator shows that the employees were devoted to work in this company. Then, the average level of absorption was on the similar level and it measured 4,93 points. This level deviated from the average level of +/-1,37 points. The level of this indicator shows that the employees were fully concentrated and happily absorbed in their work, the time was passing quickly and they had a problem with stopping.
A composite score was calculated as the average of the individual items. With a high level of average work engagement (5,01) and at the same time with a small standard deviation (0,917) it can be assumed that the employees performed their work with enthusiasm and it brought them satisfaction. The results of descriptive analyses brought also valuable information on the components of work engagement (table 4). All the assessed aspects of work engagement were on similar, relatively high level. Considering a small standard deviation, it can be assumed that the employees consistently and positively assessed working in this company. This is the evidence of the fact that the aspects of professional life were generally positively and highly assessed.
In the scope of sub-scales UWES the results of the researches were also high and all the answers exceeded the mid-point of the scale (4,0 level) which suggests that employees showed a lot of energy for work, they felt happiness from it and at the same time they were persevere and they could perform it for a long period of time without getting tired. Also, the respondents were devoted to work, they identifi ed with it because they perceived it as meaningful and inspiring. Usually, they spoke about their work with enthusiasm and pride and at the same time they were happy they could do this work. In this company almost all the employees were equally active, they were willing to show their own initiative, they undertook additional duties. The results of the researches show that employees experienced satisfying work place and they could do their best at work. If the standard deviation was high, then it would indicate visible discrepancies among different employees or their groups, which should be alarming for supervisors, however this kind of situation was not noticed among the employees of the company.
Moreover, relatively high level of engagement maybe the evidence of caring by the employer for the work environment and for a high work comfort, realizing good practices in the context of the relation employee -supervisor and about adequate high level of salary. However, to determine it, the relations between categories should be examined as a next step.
The cyclic researches on the state of engagement in the company allow to have a regular observation of the level of engagement and at the same time to monitor the effectiveness of introduction of improving activities. The knowledge on the structure of engagement among the employees of the company is necessary to undertake the activities directed to its increasing and maintaining at the high level.
However, the knowledge on the state of engagement of managerial staff is not enough to manage with engagement. In order to get the employees engaged into creating their work place and tell about their needs, the managerial staff turns the conclusions from the research into real activities and shows that is it important for them.
Regular analysis of the opinions of employees allows the supervisors to react quickly to challenges which appear in this company, positively infl uence the Vol. 22, No. 2
The research on work engagement: theoretical aspects and the results of researches in the company operating in the IT sector atmosphere and what is most important to decrease the risk of losing good employees. The ability to maintain the engagement on the stable level in the further period of employment may be the proof of reliable recruitment process and a coherent image of the company presented outside and inside of the organization. There is a complex program of building the engagement, so called road map, which includes the researches on employee engagement in order to successfully turn the conclusions from researches into real activities allowing to achieve better business results.
Conclusion
Work engagement is a generally stable state depending on the interaction of expectations and work conditions (an engagement determinant). That is why, its level can be determined and then formed with specifi cally chosen activities. Building of the employee engagement is based on the many aspects of work environment and it may require to undertake many activities in different areas. Examining employees' opinions (the interorganizational communication method) allows to learn about the views of persons from different levels of the company hierarchy.
On the grounds of such results, managers may undertake more aware decisions which elements should be improved and which should be limited, in order to improve the work engagement in their organizations.
The results of the research on work engagement allow to plan and monitor the activities undertaken to maintain it on a proper high level in a longer period of time. At the same time, such researches are the contribution to strategic and operational planning. However, incorrectly designed and unreliably interpreted results of the research are not the base for formulating effective actions but they are just wasting company's money. Many mistakes may appear even at the moment of creating the questions and the scale of answers. Apart from that, the questionnaire may be poorly designed to achieve the aims of the research and the specifi city of company's performance. Therefore, the questionnaires should be properly prepared to be the data base and then the researches should be included into a wider system of management of human resources. This means, that researches should be conducted in order to collect information and not to be a manifestation of the company as a modern work place. In the business practice, the tools used for measuring work engagement should be compatible with each other in order to ensure data comparability and their analysis. The possibility of comparing the results of research on work engagement in subsequent periods ANNA WÓJCIK-KARPACZ of time is possible thanks to using a normalised tool, such as an original 17-item Utrecht Work Engagement Scale (UWES).
In the opinion of the author, manager employees should be involved in building engagement. The supervisors of the inferiors are considered as the representatives of the employer. It is not possible to talk about engaged employees without engaged supervisors. Therefore, it is reasonable to research on engaging managers' as an enabler of the engagement of nonmanagerial employees. The results of such researches may be found useful in order to answer the question how to solve the problem of maintaining adequate high level of engagement of nonmanagerial employees.
Summary
The research on work engagement: theoretical aspects and the results of researches in the company operating in the IT sector The aim of this article is to exemplify the results of researches on work engagement in the company operating in the IT sector. The research methodology includes the studies of scientifi c literature and the quantitative method (survey questionnaire). The sample in the study comprises 509 employees of a company operating in the IT sector. Work engagement was measured with of the original 17-item Utrecht Work Engagement Scale (UWES). Using in the research a standardized tool gives the opportunity to compare different results obtained in subsequent periods of time in the company, as well as, it can be the point of reference in the assessment of work engagement in other companies of the IT and other sectors.
The results of the research show a relatively high level of work engagement in the composite aspect and its individual dimensions and subdimensions in the company operating in the IT sector. The scientifi c literature studies provide the managers with information on how various issues are related to the level of work engagement and on the usefulness of periodic researches in the company. However, the results of the empiric research help the managers to diagnose of the work engagement and to take more conscious decisions how to improve or maintain it on the same level. The research fi ndings give the overview on the topic of work engagement level in a big IT company.
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